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MEEORPANENM FOR:  Deputy Mrector for Administration
Dsputy Directer for liational Forsign Assessment
Deputy Dirvector for Operations
lsputy DMrector for Sclence and Technolory
Chatrmsn, Executive Carecr Service Foard

P! v R, W, M, Janney
Tirector of Persomnel

SRIGCT : FY 1979 Porsommel lewelopeant Program

1. Torwarded hevewith sre the report forms for Part I. Ixecutive
ievel, Persormel Develooment Progran for Piscal Year 1978, This
laming progran continues tc be the princinal mechanism far the ‘
identification and career development of those officers in prades (S-13 !
through 63-17 snd 575 lewel prograrmed for current or future exeCitive 1
and managerial assigmemnts. The report ssrves the purpose of docwwenting i
this plan and providing senlor officers of the Apgeucy with the rasules
of the Career Service plaming.

2. As noted in the FY 1378 PUF transmittal mevorandus, effectiwe
versommel planning hegins with an awareness of Apency ﬁ:tm'e nolicies
ad a forecast of mew or chanring demands for catepories of persomnel,

a determdnstion of slortases or excesses in relation to the icentifiad
needs. and development of plans and programs to remedy or balance the
forecasted resnits, The rersonnel plans reflected in the PIP should he
designed to satisfy these projected needs. To be successful, the desimn
axi develowment of these plans requires the input and oversigit of those
senior officers who are knowleseable of the priorities and fituire
objectives.

3. By its nature the POF 1s not 3 static nlan., It is a contimws
progran, sbject to revision and change as events Impsct on plamed
dovelomments. The plaming exercises which support the PIP, with the
recuirenant to identify end relate persoannel resources mmd operational
needs, create sn awvaroness of situations and clrcuisestances to facilitare
the adjustoent and quichk response necessary for successful msnagesent.
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4. As a result of the individusl reviews of the FY 1978 PIP with
the DICI, there have been a few changes in the information requested.
To provide a better basis for an overall evalumtion of the executive
level resources of the Agency, Chart IV has been revised to include
statistics for all officers in grades GS-15 through (8-17 and SPS
Judged to be fully qualified for executive level assigrments without
reganl to their availability for current wvecancies. There is also 2
separate report form for providing comparative statistics of available
resources and identifled needs. The third year plamning data for
identifying vacant positions is optional, althouph it is vecormended
consideration be given to projecting this information when possible.
Many positions ch are rotatiomal in nature can become availsble
twice within a three year period and should be considered in your per-
sonmel plaming and development. Chart 1IA Supplerent contains a new
line to report those officers on the Develommental Toster who, for
whatever reison, are not considered to be in a developmental status
nor have s dovelopmental experience during the 1979 fiscal year. This
line is provided primarily as a means of acoounting when evaluating
the mupber of developzental experiences plamed for the officers listed.
The mmber of officers not in developmental status, per se, should be
rinimal.

5. There are a2 few general nrecents or goals to be followed in
develoning the FY 1979 PDP, :

a. The total mwber of fully qualified GS-15 through S-17
and SP3S officers, plus the G5-15s who are cted to move from the
Development Yoster to the Executive List > the fiscal year con-
cemned, should, at a minimm, match the mmber of executive lewel
positions. It is preferable, however, to have a higher ratie of 1.5
or 2.0 and plans should be implemented to reach a hirher ratio.

b. Unless the replacement for sn expected vacancy at the
executive level is already selected and aprroved, which should be noted
by the individual's name on Chart VII, a minimm of two candidates
should be identifisd as possible replacements. 'there this is not
passible, rlans should be developed to eliminate the shortfall as soen
as nossible.

C. Except in rare situations, there should be at least one
developmental experionce (e.g., training courses or an assizent
offering developmental or expending opportinities) planmed for each
officer en the Dovelopment Noster in each fiscal year.

d. De aware of the personal plans or goals of individuals
either on the Roster or the Executive List for whom plans are being

developed to identify where they are incomnatible or need to be recon-
ciled with office or Service plans,
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6. The completed Career Service PIIP report, with name lists, is
due to the Office of Persannel no later than 1 Vecerber 1975. Please
forward two coples.

. W, M. Jammey

Attachrents

Distribution:
Orig & 1 - DDA, w/atts.
- Each other adse, w/atts.
D/Pers, w/atts.
OP/RS, w/atts.

STAT OP/P&C/RS cmc (17 Oct 78)
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